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FOREWORD

Part of the research of the Personnel Utilization Technical Area
of the Personnel and Training Research Laboratory of the Army Research
Institute (ARI) supports effective career management for Army officers.
One result of this research has been the design and field tryout of an
experimental computer-based Officer Career Information and Planning System

(OCIPS). This report describes the design of the system, the development
of interactive modules, and the experimental use of a sample of the modules
to determine accuracy, credibility, interest, and operational feasibility.

Research in career counseling and career management has been performed
jointly as an in-house ARI effort and through contracts with organizations
selected for their specialized expertise. The current research involving

application of career counseling expertise to the Amy Officer Personnel
Management System was performed under Contract OAHC 19-76-C-0030 with
vocational psychologists at Teachers College of Columbia University. The

research effort was directed by Bertha-H. Cory under requirements of Army
Project 2Q162717A766, Task C, Career Progression Systems, FY 1978 Work

Program.
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CAREER PLANNING MODULES FOR THE OFFICER CAREER
INFORMATION AND PLANNING SYSTEM

BRIEF

Requirement:

In response to a need seen by the Army for a cost-effective career
planning system which would (a) place computerized data at the disposal of
both the career development manager and the officer and (b) facilitate the
implementation of the Army policy of officer professional development and.
utilization, the Officer Career Information and Planning System (OCIPS) was

designed. The report describes the design of the interactive dialogue
modules to promote long-term career planning as a part of the Officer Per-

sonnel Management System (OPMS).

Procedure:

Current theory and opinion on adult career development were analyzed,
adapted and extended to meet the needs of the project. Five basic concepts,

considered important for the Army officer were identified: that choice is

inevitable; that one should base choices on self-understanding; that not
every career outcome is predictable; that planning requires a combination of
commitment and tentativeness; and that life stages provide predictable

changes. Attendant to these concepts, a variety of career planning skills
(e.g., clarifying one's values) were identified. Interactive dialogues were

designed to teach the concepts and to provide opportunity for practice in the

skills.

Product:

The resulting dialogues provide: (1) an introduction of the officer to

the computer (2) an- introduction to the concepts of long-term career plan-
ning; (3) a comprehensive look at how the Army career system works; (4)
shortened combined version of (2) and (3); (5) an opportunity to draw infor-

mation from a data base on alternate specialty; (6) an exercise designed to
increase the user's awareness of his/her career-relevant skills and values;
and (7) practice at establishing long-term career boals.

. Four of the seven dialogues were tested for feasibility and credibility
with 52 company grade officers who found the modules interesting, accurate

and useful.
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CAREER PLANNING MODULES FOR THE OFFICER
CAREER INFORMATION AND PLANNING SYSTEM

Introduction

The recent identification of career planning as a salient issue for adults

and the scarcity of professional assistance in that problem area has led career

development specialists to seek alternative approaches to educational and

career planning. One such approach is the computer-aided guidance system. A

number of such systems have been developed in a variety of settings, fftimarily

intended for use among high school and college students. The system described

here is one of-the first designed to enhance the career planning skills of

adults whose careers are already in progress.

Adult career planning., Recognition of the need for career planning in

adulthood emerged from the notion of a career as a series of positions, jobs,

and occupations that extend throughout the life of the individual (Super,

Ctites, Hummel, Moser, Overstreet, & Warnath, 1957). This view of work life

emphasizes the development of_persons throughout their life span in contrasc

to the mere prediction of success and satisfaction from Point A (preparation

and anticipation) to Point B (entry to an occupation). Buehler's (1933)

concept of life stages, long considered useful by developmental psychologists,

became highly relevant for vocational psychologists as well. The stages of

growth, exploration, establishment, maintenance and decline bore observable

,relationships to the tasks which beset individuals as they imagined, prepared

for, sought admission to, entered, advanced in, retired from and reflected

upon their life's work. The work of Havighurst (1953) and Super (1957\ i'as

made clear the need for individuals to cope with differing problems at differ-

ent stages in order that their career development proceed smoothly.

The understanding of car '2er phenomena from a developmental framework

created renewed interest in the career behavior of adults. Studies such as

those by Astin and Panos (1969) and Davis (1965) carefully documented the fact

that, during the college years, career-related choices were made an revised

for more than half the population. The work of Cooley and Lohnes 1969),

Gribbons and Lohnes (1969), and Super, Kowalski and Gotkin (196 emphasized

the fact that, beyond the college years, job and position cha es were

frequent, career decision making remained a persistent devel mental task,

and--by and large adults continued to need help with planning their long-term

futures.

This demonstrated need for career decision making during adulthood under-

scores the validity of the view of career decision making as a continuous

ecy ling of the stages of the decision-making process (Katz, 1963). 4-)f

parti ular impnrtance in this process is the continuing exploration of

voca ional alternatives. Individuals who engage in vocational exploration

and take activities with the purpose of gathering information about them-

se ves and their environments which will prepare them to choose, prepare for,

enter, adjust to, or progress in an occupation (Jordann, 1974). Meaningful
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exploration can help the individual (1) assess the outcomes associated with
various vocational alternatives, (2) assess the desirability of those outcomes,'
and (3) assess the probability of achieving those outcomes (Prediger, 1974).
Vocational exploration is, therefore, necessary and inevitable for an indiv-
idual faced with a career decision.

Applying computer technology to career guidance. To provide assistance
in the problem area of long-term educational and career planning, career
development specialists have sought to adapt available resources in computer
technology to the specific career planning tasks. Current approaches to the
use of computers in educational and vocational guidance are based on two
theories (Super, 1970). First is the pragmatic theory which asserts that the
more information that is available to individuals, regarding both self and
world of work, the better their vocational decisions are likely to be. Second
is the developmental decision-making theory which reflects the view that a
career develops--and,"thus, decisions are required--over the life spar, .rather
than as a result of specific, point-in-time, educational or vocational choices.

The technological capacity of the computer is widely recognized and has
considerable potential when applied to the process of career decision making.
The computer provides the capacity (1) to store, retrieve and update large
amounts of data, (2) to interre'ate data about individuals and their environ-
ments, (3) to individualize data to generate educational and career alter-
natives, (4) to simulate conversations of interviews through interactive
terminal devices, (5) to modify user behavior to provide feedback, review and
personalized assistance to counselor or client, (6) to control and coordinate
audio and visual material with text, and (7) to provide services to many users
simultaneously in various settings (Harris & Tiedeman, 1974). By making use

of these capabilities, career development specialists have been able to
provide the needed assistance to individuals at their different developmental
stages la terms of information gathering, vocational exploration, and career
decision making.

Several computer-aided counseling and guidance systems are currently in
operation. The Computerized Vocational Information System (Harris, 1968),
the Education and Career Exploration System (Minor, Myers & Super, 1969),
Oregon's Career Information System (McKinley, 1974), and DISCOVER (Rayman &
Harris-Bowlsbey, 1977) are examples of systems developed for use with high
school populations. Another, the System for Interactive Guidance and Infor-
mation, developed by Katz and his associates, has been designed for use with
college students (Katz, Chapmhn, & Godwin, 1972).

The effectkof these systems have been studied and, in general, the
results have beeNencouragin3. Although no studies have yet demonstrated
that the systems have been effective in improving the users' decision-making
skills, other relevant skills have been measurably enhanced. Specifically,

as a result of using computer -aided counseling and guidance systems, users
increased their vocational maturity (Myers, Thompson, Lindeman, Super, Patrick,
& Friel, 1972); users achieved more specificity of information about educational
and vocaticnLi alternatives, showed greater crystallization of vocational
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,. planning, and gained more information about career alternatives (Harris, 1972);
and users' indicated that they learned to operate them easily, did not feel
dehumanized by their use, and enjoyed using them (Myers, et al., 1972).

The computer7aided counseling and guidance systems that are currently in
operation, however, 'were developed primarily for use among high school and

college students. Recognizing the potential of a system intended specifically
for an adult population, the Army Research Institute began the development of
an Officer Career Information and Planning System (OCIPS) which is designed to

utilize knowledge of adult career planning and existing computer technology to
further the professional development of Army officers.

The Officer Career Information and Planning System (OCIPS)

OCIPS is being developed in response to a need seen by the Army for a
cost - effective career planning system which (a) 'would place computerized data

at the disposal of both the career development manager and the officer and

(b) would facilitate the implementation of the Army policy of officer
professional development and utilizaticn as expressed in DA Pamphlet 600-3.

1

Prior to the initiation of the project, several legitimate complaints on the
part of officers had been recognized. These included, specifically, the lack
of readily available, consistent, complete, and current information regarding
the officer career progression system. .There was also evidence to suggest
that better use of officer interests and abilities was possible and that
inefficient officer career decisions were being made (Macpherson, Note 11;

Macpherson, Eastman, & Yates, Note 12).

Drawing on theory and research in counseling psychology and technologies
in computer science, OCIPS is envisioned as a computer-aided career information

and planning system for Army officers (Cairo, Note 1; Cory, Medland, & Uhlaner,

Note 3; Cory, Meiland, Hicks, Castelnovo, Weldon, Hoffer, & Myers, Note 2; ,

Van Nostrand, Note 19)._ It is hoped that this system will provide a number of

benefits to the Army officer and to Army management, including:

- -greater ability of an officer to take responsibility for his or

her own career decision making;

- -greater officer satisfaction and increased knowledge of the

career - enhancing. potentialities of various assignments;

--better fit of officer-to-job based on the consideration of

aptitudes, values, interests, education, training, and
experiences; and

--greater equity and efficiency in the career management system.

- -greater opportunity for career managers to concentrate on counselor

functions.

In order to begin to accomplish these goals, the initial phase of the

system's development, described in this report, called for a long-range
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career planning dialogue unit that would enable Army officers to explore
planning strategies and decision-making techniques and to develop and apply
.career goals ane. values to their own longzterm aareer planning. It was decided'
that the system would need to conform to a number of specifications. First,

the dialogue units, should allow the officer to explore career-related values
and strategies for implementing those values. The units should advocate
flexibility in career planning and be applicable to Army careers. Second, thg

dialogues should appear as a natural conversation between an officer and a
human counselor, using explicit, concise language tailored to Army officer
background and interests. Finally, the dialogues should be designed to
increase the officer's awareness of the notion of a career as a time-ordered
sequence of positions, mediated partly by 'his or her own choices.

Conceptual Developmene
From these objectives and specifications, tl2e team at Teachers College,

Columbia University, directed by Roger A. Myers, proposed to create a set of
computer-aided experiences for teaching various career planning concepts and
for enhancing career-relevant competencies. The specific concepts, on which
the long-term career planning portion of the system is based, are those that
emerged from Super's (1957) longitudinal study of career development. The
concepts represent those notions that research has shown to be essential for
consideration in career planning. They are:

1. The inevitabilit of choice: stressing the opportunity
and obligation on the pagt of aeindivislmtl to make
certain choices, and reviewing the consequences of not
choosing whets choice is indicated;

2. Choice as an implementation of values: introducing
the notion that the major determinant of any given
choice ought to be the values of the chooser,
necessitating some clarity about one's own value
system;

3. Contingencies and discontinuities: making explicit the
implicitly obvious existence and influence of events that
one is unable to predict;

4. Clarity and tentativeness: illustrating the necessity
of having clear, well - designed plans, while simultaneously
recognizing the unavoidable tentative nature of such
plans; and

Life stages: focussing on the available knowledge of
career-related behavior at different points in an
individual's development.

Such research has also shown that certain competencies in career
planning tasks must be developed in order to negotiate a career successfully.
Drawing on tnis body of knowlege, the proposed system was to include exer-
cises in the following areas:
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Skills and values clarification. An officer"s skills and
pities are major determinants of career satisfaction and

success. Accordingly, the ability to identify these
primary skills and values is important to career develop-
ment. This ability has other important components:
(a) recognizing and resolving conflicts among values and
skills; (b) recognizing the linkage between spLific
values and skills and career decisions; and (c) preparing
for possible revisions of the yrimary skills and values
throughout one's career.

Career strategies. Career planning requiresItthe ability

to translate self-and-environment knowledge into planful

action. The components of this are: (a) interpreting
life goals in light of one's primary values and skills;
(b) deyeloping life goalgithat are optinmlly enhancing
for career development; (c) harmonizing conflicting
goals; and (d) developing action plans for reaching
specific objectives. Overall, "career strategies"
means the ability to implement one's primary values
and skills in specific, concrete actions.

Choice point identification. In a complex career system,
it is important to be able to identify those points where
one can choose and where that choice can make a significant

difference. This includes the ability to anticipate futute
choices, to evaluate present choice alternatives, and to
assess the irreversibility of specific choices.

Career monitoring. Assessing career progress is important

in view of the tentative nature of career planning.
Assessment requires a systematic way of continually
integrating the career environment with one's primary
values and skills.

4

4

The original plan for the system envisioned two forty-min4te interactive,

dialogue units. The first of these was to be a didactic unit designed to
teach and illustrate concepts about career planning The other was to be

an informational unit describing the officer career progression system in

which the user would be implementing those concepts. This plan was subse-

quently expanded to provide additional emphasis on actual career planning

tasks. Strategies for implementing one's interests and for negotiating a
career throughout the life span were to be illustrated in a game mode, using

individual officers' profiles and predictabl' events that occur in an

officer's career.

To supplement the two-madule plan, then, the developmental effort was

redirected to provide a mor2 complete guide to career planning. Each

component was designed to address a major consideration in career planning,

and the entire system was intended to mirror the career planning and decision

making process:

5
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After the officer is instructeck as to how to use the terminal (with
module called SIGNON),',the initial didactic module (now called FORESIGHT)
$rovides an introduction to the decision-making process; the informational
module (called OVERVIEW) describes the occupational environment and oppor-
tunity stricture in which the officers.operate; a SELF-ASSESSMENT module helps
users to describe themselves in relation to that environment. Data banks
(such as that used by ALTERNATE SPECIALTY, a submodule of OVERVIEW, Fields, Note 7)

' allow them to explore the "fit" of the various alternatives of the environment
given their own descriptions; and the final module (called CAREER STRATEGIES)
guides thq users in integrating previous information to make choices, imple-
ment decisions, and evaluate career progress.

System Description
The current system consists of interactive, or conversational, dialogue

units. The user's path through the units is determined by his or her.
responses to questions or by selection from among alternatives posed at
several choice points within etch unit. (Examples are provided in Appendices
A through E.) Each module is self-contained and connects with the other
modules-via an executive monitoring system. At present, SIGNON, FORESIGHT,
OVERVIEW, and ALTERWE SPECIALTY have been programmed and are useable in
demonstration form. The remaining\ modulesCAPTAIN'S INTRODUCTION, SELF- .

ASSESSMENT,-and CAREER STRATEGIES-ere in script form but have not yet been
programmed. The various modules are described below.

SIGNON. This introductory module introduces the officer to 'thesystem,
instructs the officer as to now to use the terminal, and asks for a variety
of identifying data such as military specialty, type and level of civilian
education, and current military status (See Appendix A).

. FORESIGHT. This module is designed to introduce the user to long-term
career planning. It begins with consideration of the belief that individuals
can influence their career progress if (a) they know what they want, and
(b) they.know how the system works. The basic career concepts described"
earlier are assigaed code names: ,"Must"--choice is inevitable; "Value"--you
have to-know what you want; "Surprise"--unexpected events happen even if'you
plan; "Tension"--simultaneously firm and tentative planning; and "Stage"- -
predictable life changes. The user may elect to look'through any or all of
the five- or six-frame interactive explanatory illustrations for each concept.

. The conclusion of the module integrates the concepts in a sample career path
that shows an officer making choices and confronting situational changes at ,
different stages in his career. The ability to convey to the user the most-
current available knowledge about career planning and career development in an
und stand'able and thought-provoking manner is the most outstanding quality of

FORESIGHT module. (See Appendix B for an excerpt from FORESIGHT.)

OVERVIEW. This informational module includes the Army's overall plan for
the progiession of an ofTicer's career and attempts to make the user aware of
those faceors which can influence the ways in which an officer's career deve-
lops. These include:

6
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--changes in needs, goals, end objectives of the Army

- -military and technological changes

o --timing of career decisions

- -Officer Evaluation Reports

- -military education

-- alternate specialty assignment

- -civilian education and training

It dissects the patterns and determinants of Army careers with thf, use

of a eries of off-line charts and offers the user answers to a series of

t, lay-asked question. It reinforces the concepts introduced in FORESIGHT

A adds some Army-specific concepts such as officer responsibility and dimen-

sions of utilization and training. OVERVIEW facilitates the officer's compre-

hension of "how the system works"--a necessary ingredient in career decision

making--and does so in a manner that enables officers to incorporate the

understanding of the complex officer career progression system into their

planning. (See Appendix C for an excerpt from OVERVIEW)

CAPTAIN'S INTRODUCTION. Experience with the system has shown that, while

younger officers (lieutenants) profit from FORESIGHT and OVERVIEW, officers

who have achieved the rank of captain or above have already= acquired much of

the information contained in the modules. Therefore a substitute introductory

module was designed for users already familiar with the Army Career Progression

system. This module, called CAPTAIN'S INTRODUCTION, includes the information

in FORESIGHT and OVERVIEW in a more abbreviated form (See Appendix D).

ALTERNATE SPECIALTY. One of the system's long-range objectives is to

provide the user with access to data relevalt to important choice points in

an Army officer's career. The submodule of OVERVIEW and CAREER STRATEGIES,

cal' -u MANATE SPECIALTY, is an example of how thin can be done. Due to the

implem tation of dual occupational specialties for Army officers, expressing

a preference for an alternate specialty is a critical choice point in an

officer's career. A rich data file relating officer charac.eristics and

preferences to alternate specialty designatlon affords the user a unique

opportunity to engage in meaningful career exploration. The ALTERNATE

SPECIALTY submodule was developed to make use of tl.is data file and includes

information about the alternate specialties that are available, how they are.

designated, and how career plans can influence them. In making the data

available_to the user and in offering suggestions about useful ways to

interpret them, the submodule providee.the officer with the opportunity to

explore and compare his or her characteristics with those of officers for

whom any given specialty was designated during the previous year and to

integrate this informaticn into an effective career strategy (Sae Appendix E).

SELF-ASSESSMENT. Other moduleCs (OVERVIEW and ALTERNATE SPECIALTY) have

addressed the issue of "how the system works." The SELF-ASSESSMENT modUle is

designed to help users clarify "what they want"--a necessary component of

satisfactory career planing. The officer uses a representative list of

skills and values to create an individualized profile based on preference and

performance (skills), and subjective importance (values). The list of skills

7
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was derived from an analysis of Army officer job performance dimensions
(Oliver, Note Su'and available inventories of relevant career skills (Haldane,
1974, Katz, Chapman & Godwin, 1972). Similarly, the values list represents a
combination of work value Inventories (Super, 1968; Katz, Chapman & Godwin,
1972), lists of vales used in industrial personnel development programs, and
values derived from Army Research Institute surveys. Once the officer has
created a profile, suggestions are offered about integrating self-assessment
into planning and the user is asked to evaluate previous and anticipated
assignments in light of this profile. (See Appendix F for an excerpt from
SELF-ASSESSMENT.)

CAREER STRATEGIES. This module is designed to help officers implement
their career aspirations through exercises in setting long-term goals and in
translating goals,into action plans for immediate objectives. The introduction
conveys to the officer:

--that goals provide the basis for long-term planning;
--that goals are arrived at by assessing the structure
of Army career opportunities and by assessing one's
own characteristics;

--that long-term goals can only be obtained by achieving
intermediate objectives; and

--that concrete p7ans of achieving intermediate objectives
provide the link between career planning and intelligent
action.

The process of creating a career strategy is introduced by the use of a
career planning game ("SCOR") which incorporates the major aspects of an officer's
career: military specialties, education and training, skills, job performance,
rank, contribution, assignments, family, and values. The game uses an off-line
playing board ("SCOR-BOARD") for charting hypothical career progression. The
decision points in the game require the player to deal with four career issues:
the inevitability of Surprise, the necessity of Choice, the awareness of
Opportunities, and knowledge of Requirements. The player starts the game as a
second lieutenant, selects pre-programmed goals, s.-2 ks to move toward those goals
in a series of computer m-.aged decisions, and a). at an end point that
signifies goal achievement.

At the conclusion of the game, the principles of creating career strategies
are reviewed and the user, is presented with the "Career Planning Wheel." This
offline chart is stmilaeto the SCOR-BOARD, but depicts the major aspects of an
officer's career in more detail. The .user may access computer-based career data
related to the year of commissioned service in each aspect of the wheel.

After the SCOR game and the Career Planning Wheel have illustrated the use
of career strategies and career information, the user is asked to review his or
her own career goals. Each goal is examined with a series of eight criteria for
effective career planning goals and is revised until it satisfies the criteria.
The revised goals are then translated into action plans for intermediate
objectives. For example, users are guided to convert goals to actions by
choosing a specific standard for gauging success, identifying resources and
barriers, setting checkpoints and deadlines, and so on.

8
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The results of this module include clarified career goals, contributory
intermediate objectives, and action plans which have been tested for their

adequacy. (See Appendix G for an excerpt for CAREER STRATEGIES.)

System Evaluation
In order to assess potential operating difficulties and to obtain some

initial reactions to the acceptability and usefulness to the target population,

four of the seven modules (SIGNON, FORESIGHT, OVERVIEW, and ALTERNATE SPECIALTY)

were field-tested on 52 company grade officers at Ft. Benning, Georgia (Oliver

& Day, Note 18). Each officer was administered a pre- and post-use instrument

measuring: knowledge of relevant information, attitude toward the computer as

a guidance tool; and the understandability, accuracy and usefulness of each

module. A post-use debriefing session was also conducted.

The results of the field trial were extremely encouraging. The users

found the content of the modules tc be interesting, accurate, useful, and

understandable and gave highly favorable ratings to the use of the computer as

a method of transmitting career information. Those officers who used the

system reported a decreased need for career information and an increased

level of certainty and satisfaction with alternate specialty preference. It

was also found that the style and the humor of the text were considered appro-

priate and enjoyable.

Although no major revisions were indicated by the field trial, several

adaptations and expansions of the system have since been suggested. Designed

for the use of company grade officers (those who have fewer than

eight years commissioned service), OCIH could well be adapted for use by

field grade officers, including particularly those wno had used the system

in their years as junior officers. Other potential users are those who are

involved in officer career management (Hadley, Marsh, & Korotkin, Note 10).

Alternative entry modules, similar to the CAPTAIN'S INTRODUCTION, would intro-

duce such persoanel to the system. Proposed content expansions include a

module aealing with the career planning and decision making necessary upon

severance from military service. Expanded data bases could add information

about military and civilian education and extended longitudinal data relating

alternate specialty designation and other career events to later career paths

(Fields, Notes 7, 8, 9). The system is also capable of administering and

scoring assessment instruments and could be equipped with the capacity to

monitor and store patterns of system use for research and re-el,aluation.

The Officer Career Information and Planning System currently exists in

the first generation phase of development. Those components which have been

tested in the field work well and are acceptable to the target population,

however adaptations and changes are required. CAREER STRATEGIES requires

additional data and dialogues for full operation. OCIPS has demonstrated

potential for expanded operations; further field testing and subsequent

revision are indicated as the next phase of development. A cost-benefit

analysis of the syster is in progress.

9
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Appendix A

Ex,.erpt from Si ':O'

.hi module introduces the user to the ,vstem, provides instruction for using the terminal, and
asks the iser fir Identifying data.

THE SYSTEM YOU ARE ABOUT TO SEE IS AN EXPERIMENTAL ONE. THE 'OFFICER CAREER INFORMATION
& PLANNING SYSTEM' IS IN A DEVELOPMENTAL STAGE AND WILL PROBABLY UNDERGO CONSIDERABLE
MODIFICATION BEFORE IT IS READY FOR OPERATIONAL USE. WE APPRECIATE YOUR PARTICIPATIN
IN EVALUATING THE SYSTEM DURING THIS EXPERIMENTAL TRYOUT.
'ALWAYS PRESS THE 'NEW LINE' KEY WHEN YOL ARE READY TO CONTINUE)

( '0UR CODE IS 01. PERHAPS YOU SHOULD JOT IT DOWN SOMEWHERE SO YOU WON'T FORGET I.T.

?LEASE 7fPF THE SPECIALTY CODE NUMBER )F YOUR PRIMARY SPECIALTY. (FOR EXAMPLE: 11 FOR
SPEC:AiTY CODE NUMBERS CAN 3F 70UND )N PAGE 1 OF THE OFFICER CAREER INFORMA-

I,ND ,LANNING SYSTEM HANDBOOK, WHICH IS LOCATED NEAR THIS TERMINAL.

D. %.):; E F:ND OUT ABOUT YOUR CIVILIAN EDUCATION. TM INE NUMBER WHICH CJRRE-
2, %-j= "i_ST HE ..MOUNT EJUCATION Yfil: RAVE.

,OCTORAL DECREE
MASTER'S DEGREE

3 PROFESSIONAL DEGREE fMD, DOS, LLB, ETC.)
YEAR OR MORE OF POSTGRADLATE EDUCATION

S. , ALEGE "RADIATE
,.4) 1R MORE YEARS OF COLLEGE (BUT LESS THAN A BACHELOR'S DEGREE)

THAN 70 YEARS iF COLLEGE
IIGH SCHO)C GRADUATE IOR LESS)

c. .OW FOR YOUR UNDERGRADUATE MAJOR. IF YOU DO NOT HAVE AN UNDERGRADWATE MAJOR, SELECT
A ';PZERAL :ATEGORY WHICH YOU FEEL WOULD 3E MOST APPROPRIATE FOR YOU.

A. riUMANITIES

B. 3T'SINESS

FNGINEE:'ING

5- 7,HYS.D'AL 5(IENCES

)CZAL SCI,_ThrES

wn.



"C"

"D"

OPTIO
...10

Appendix B.

Excerpt from FORESIGHT

The user has "signed on" to the system, and, given a
description of what the module contains, has opted to explore
FORESIGHT further. The following frames are presented on the
screen:

TA41. . LOOT AT T"ESE TWO STATEMENTS

1 . IF YOU M. WCW TO DO Y. YOU CAN CET EXACTLY
A £.:Ad W4::" OUT CF YOUR AMY CAM,.

2 TOL :FY TO DO CAI FORS:ALY mum=
WAAT YAFFE= TC TOUT ARMY WEER.

WIAT :S /CUP ACTION TO TIMM STATMEUTS?

A - 'RUE. 2 :S SOT
! - c S 1 :S SOT
S YETTEEA IS Tnt

SOT! ARE TFUE

AL WE SEC 1-r, Tr-aa IS TRUE ABSOLUTM. RUT NM
LAVE =DIMS DT MTS. TRAT LEASS TO A :ONSTTERATION
CT TEE gt:spn mai rvie or, RESTS.

sou "sr: An

ICU :AN EAVE A 2CWYLI. ZNELCSENCE 3E TOUT LONG-TERM
SAMS Z

--YOU 'CV W!AT ICU .ART. AND
..iCt ,CIO' 101 HE SYSTEM *OAKS.

WHAT.S TOUR ktACTIDS TC TEAT'

STRONGLY =SEE
AGREE

.1C:FTA.11

DISAGREE
::EAS.11

1

"A" or "B"

AN.IM
TEE )'Et :n .:F.:T:MG TO <NOW WMAT FOPES/CNT

acuT NYCLVI5 RAMIRO :ATC FOCUS :EATA/N :DEAS
42 FLASK.% THESE 'CGS ARE :AILED 1A2::

:IP"3 ACRE THEY ,RE

A, :%0 .MC:CSS IS INEVITABLE MUST'

SETA :17 ACICSS, YOU AAVE TO CACW OAT !CU
kVALUE,

..41EYFECTED TMIGt.5 HAPPEN TO :APED. IC myna,' 4Ci
'Afi:FUL.1 ;NE '...NS +SUPPESE,

..dE:ALU W, ...NE -AM 'RED:CT THE UTUNC. BE MUST. SE

"0 SE BUTS F:RM AHD TOTATWE :IMULTAXEOUSLY

-.,a -I FE 5NOCRESSL.S. .40FU :HANCE, SCKE :'ME :MACES
41, ;Ac.:ZTA4LA J:AOE,

19

A-

O.K. MAYBE TIE WORD -nowuruv MAATA IT HARD FOR YOU

TO AGM. EVEN THOUGH THESE HELMS ARE NOT YOURS AT
PROM. BEAR 13 MIND THAT FOAISIONT IS DAKED-DA THESE
RELIEFS.

z.EFFTICAL OR MOT, WOULD YOU LIKE TO LEARN MORE ABOUT

FORESIGHT!

A -YES

I NO

"A" OPTION "s" (IPTION

(Exit from this section)

Each option is presented in
the order indicated by the user.

22
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Appendix

Excerpt from OVERVIEW

The introductory section of OVERVIEW stresses the complexity of
the Army Officer career structure and-encourages users to consult
additional sources of information for details beyond the scope of ,

OVERVIEW The following excerpt introduces the user to the offlir,e
charts (included here) and begins the explanation and aiscussion
of the career structure.

AS WE ]AID, AMY OFFICER CAM= STRIXTUIE 13 VERY
COMPLICATED SO WE WILL TALK ARM ?NIS STRUCTURE,
GM. MOIST AT A MDR. WITS TIE HELP or A ARIES OF

CACN CRAFT MUSIDITS ONE IDEA. TN= TIE NEXT MAT ADDS
A1107NER IDEA.

ALGAG TNT WAY, WE WILL SUMMARIZE OUR IDEAS AID GIVE
SCHE GLUBPLES.

ALSO, AT 7111 EKG CP TRU SECTION, WI WILL AMER SEVERAL
4UESTIONS IN MOPE DETAIL

AM GOAL KENg 13 TO AEU YOU GET ONE SIG PICTURE OF
ROW YOUR arm NAY DEVELOP

PLEAS/ TURN TO CHART fl OF TIE fANDSOOK. ON PAGE 6

"A" or "C" OPTION

MAJOR ADAM'S MIGNOTIOS TO LT COLONEL WAS RIGHT
AT rya zoir POI LT COLONELS, SINCE TNg DONE
PO:UT FOA LT CGLGRELS, Karam BY A STAR, CCMES
AT THE :ITN TEAM

READY POP THE NEXT EDGE

A YES

A DEPENDS OS !'NN ao, WY PIPE AWAY

iOKAY YOU'RE NON LIMING A? OFFICER PROFESSIONAL
DEVILMENT (0P01 CURT fl.

"FT LEGEND AT THE BOTTOM RIGHT OF TIE CRAP? MAINS
ThE SCALE.

TEE IDEA NENE IS SIMPLE. WERE 13 A SPAS OF MME IN
WHIM A TIP/CAL OFTICZI CAM EXPECT TO REALM A CERTAI3
:UDE AND HE MUST PEACE THAT GRADE BY A CERTAIN TINE.
IN ORDER TO REMAIN IN SERVICE

SUPPOSE MAJOR ADAMS WAS PROMOTE) TO LT. COLONEL AT HIS
1371! Era OR CCOVISSIONED SERVICE WAS TIE PROMOTION

A BELOW 7NE IONE
AT THE DONE

C . ABOVE THE lbst

"B" OPTION

PIGMY. MAJOR ADAM'S PROMOTION TO LT. COLONEL
WAS RIGHT AT THE IONE rat LT. COLONELS. SINCE
THE _ONE POINT. MARKED BY A STAR, COMES AT THE
13111 ISM.

/MAMMA THE MOLT NOM

A Y.
A DEPENLS ON 'NE /DEA RFD FIRE AWAY.

"A" or "B" OPTION Jk" or "B" OPTION

LOGI( AT ORD INAPT f2, PAGE 7. PCP AM 1E17 POINT

LhART HEIREL'ENTS ThE MAJGP FARTS rvEay
F:::12,3 :ARUM DEVEL,.'TENT 7ERTICKI. D.XERS:A)

NORD:CRT.:L :IMENSION.

:4V '. "'ET :3 :HEN :AP AoSICALITS PRIMAPIL: iAVE 'HE
r :mysuvm ur :KILL_ MoUCATC,N. vret.

%?M1 nits :11

'MARS °ELTING 'HIDE:IT 'AMY 2IE)c "IY DRAWING
,M r1 tOU ALE,DAII tAfE

21
CONTINUED

----ON NEXT PAGE



Appendix C, continued

WOKING AT THZ WART, WI AT CAN WI SAY?

A

a

OFFICES /I Dr/SLOW MORE SKILLS TRAM DID
OFFICER 02.

oFFICSA 02, OVERALL, FROMAALY OMMINUTIED MORE
TC TIE ARMY'S SEEDS.

WIC!, 01'S CARS= DOHASIZED DEVELOMAry OF
SKILLS, MDSE SO THAN DID Till CAAWA OF UMW 02.

/ "B" OPTION"A" orie OPTION

WILE At MINT SAY /NAT 011,01TICIE DIVILOPID
AMINO, OS TEAT AllOTIM OFFICE? CONTAIN/1D
moRS, VS CAM SAY ?NAT ASSIONWITS MAI STASES
MUTING MIMI? AMY SIM (OFFICE 02) OR MAY
SL MICA= ?0 DEMO AS OFFICIA,S SKILL? ?OA
LATE? CONTATIUTIORA (OFFICE, 01).

SOTS IMPNAGIS ME VITAL FOR AN wrzcTivit ARMY.

RIGS?.

MS CANNOT SAY TEAT Ott OFFICER DEVELOP= FURTHER,

CR TNAT AMMAR OFFICER COATRIBUTED MOSE. WE

CAN SAY THAT ASSICOAENTS MAY MISS VESTING PASSENT

ARMY SUDS (OFFICE? 02) OR MAY St =SIM= TO

DEVELOP AS OFFICERS SKILLS FOR LOU CONTRIBUTIONS

(CITIca 01).

MOTH EMPHASES ARS VITAL PoR AA VIECTIYS ARMS.

At this point in the module, the camputer continues on to present

further concepts and illustrations of the career structure, using

the remaining charts) in the off-line series.

24
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-. " n rl =PASIONAL DEVELOPMENT CHART NO, 1

Q.

N -
0

Utilization of Skills

#

atrative. It is
. ne span for promotion
arational systems
kept current.

0,/
1LT
MO

CPT
001111.--1

10 15 20 25 30
YEARS OF COMMISSIONED SERVICE

MAJOR

T COLONEL
1.11-6111.1111-...4.1 COLONEL

*IlimmtilliERAL

TIME SPAN FOR PROMOTION TO GRADE INDICATED (AUS)

25

r

LtGENO

Earliest promotion year

1 r

Average promotion
period

1---111111M1
1.

Latest promotion year
(Otherwise officer is
chicharged)...---
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.OFFICER PROFESSIONAL DEVELOPMENT CHART NO. 2

MIL:anon of Skills

wiMm.
This chart is illustrative. It is

recognized that time span for promotion

changes. In an operational system,
time span would be kept current.

1 11 TTTTT r r 1
S 10 15 20

YEARS OF COMMISSIONED iERVICE.
25

CPT . , 2t
' 1011--4

MAJOR ---- ,-
FINFRPSIMIPmaaNcot orci

GAO LONEL'

30

TIME !WAN FOR PROMOTION TO GRA E IN A ED (AUS)

4 .0

LEGEND

Earns, promotion war

1 Apv:trar promotion
it

...,1-1110.1F--1

Latest promotion year
(Otherwise ollicersIs
cUscharged) ,r

lasge 4



Appendix D

Excerpt from CAPTAINS INTRODUCTION

This module provides the user with an abbreviated version of FORESIGHT and OVERVIEW.

THE OFFICER CAREER INFORMATION AND PLANNING SYSTEM (OCIPS) IS DESIGNED TO HELP YOU WITH
LONG-TERM CAREER PLANNING. IT IS MADE UP OF FIVE SEPARATE MODULES....

--FORESIGHT....DEALS WITH BASIC CONCEPTS OF CAREER PLANNING
- -SELF ASSESSMENT.... HELPS YOU CREATE A PROFILE BASED ON YOUR RATINGS OF

YOUR SKILLS AND VALUES.
--ALTERNATE SPECIALIT....INCLUDES INFORMATION AND DATA ON ALTERNATE SPECIALTIES.
--OVERVIEW....DEALS WITH THE ARMY'S OVERALL PLAN FOR THE PROGRESSION OF AN

OFFICER'S CAREER, INCLUDING THE FACTORS THAT INFLUENCE THE WAY IT DEVELOPS.
-CAREER STRATEGIES....HELPS YOU SET GOALS AND DEVELOP ACTION PLANS FOR

ACHIEVING THESE COALS.

AT THIS POINT IN YOUR ARMY CAREER YOU MAY ALREADY BE ACQUAINTED WITH MANY OF THE CONCEPTS
THAT'ARE PRESENTED IN FORESIGHT AND OVERVIEW.

THEREFORE WE'D LIKE TO GIVE YOU THE CHOICE TO BEGIN WHERE YOU THINK IS MOST SUITABLE FOR
YOUR EXPERIENCE AND INTERESTS. YOU MAY BEGIN WITH EITHER THE FULL FORESIGH- OR WITH A
'-_,GNDENSED VERSION THAT HIGHLIGHTS THE CONCEPTS AND LEAVES OFF THE EXAMPLES. CHOOSE ONE:

A: I'D LIKE TO START WITH THE FULL FORESIGHT

B: " CONDENSED FORM.

C: SKIP IT. LET'S GO ON TO ALTERNATE SPECIALTY.
,)

TTION B

IN ,lETTING TO KNOW WHAT FORESIGHT IS ABOUT INVOLVES BRINGING INTO FOCUS CERTAIN IDEAS
;BOUT CAREER PLANNING. THESE IDEAS ARE CALLED "BASIC CONCEPTS". HERE THEY ARE:

--MAKING CHOICE IS INEVITABLE (MUST)

--IN ORDER TO MAKE CHOICES, YOU HAVE TO iCNOW WHAT YOU WANT (VALUE)

--UNEXPECTED THINGS HAPPEN TO A CAREER, NO MATTER HOW CAREFULLY ONE PLANS (SURPRISE)

--BECAUSE NO ONE CAN PREDICT .HE FUTURE, ONE MUST BE ABLE TO BE BOTH FIRM AND TENTATIVE

SIMULTANEOUSLY (TENSION)

--AS LIFE PROGRESSES, PEOPLE CHANGE; SOME of THE CHANGES ARE PREDICTABLE (STAGE)

WHICH CONCEPT WOLLD YOU LIKE TO LOOK AT FIRST'

A MUST D TENSION

8 vAIhE E STAGE

C SURPRISE

25

29



Appendix E

Excerpts from Alternate Specialty

This module provides the user with data about the designation of Alternate Specialties in years
pas: and offers suggestions about how to incorporate such data into one's own planning for expressing
an Alternate Specialty preference.

WHICH OF THE FOLLOWING IS TRUE' er

A. AN ALTERNATE SPECIALTY IS A SPECIALTY IN ADDITION TO YOUR P MARY, DESIGNATED FOR YOUR
PROFESSIONAL DEVELOPMENT AND UTILIZATION.

B. AN ALTERNATE SPECIALTY IS A SPECIALTY WHICH TAKES THE PLACE OF YOUR PRIMARY AFTER YOUR
FIRST SIX TO EIGHT YEARS IN THE ARMY.

AN ALTERNATE SPECIALTY IS WHAT YOU GET WHEN THE COOK HAS RUN OUT OF PRIMARIES.

OPTION A

RIGHT' LIKE A PRIMARY SPECIALTY, AN
ALTERNATE SPECIALTY IS A SEPARATE
GROUPING OF DUTY POSITIONS HAVING
SIMILAR SKILL AND JOB REOUIREMENTS.

OPTION C

41/

OPTION 3

NOT REALLY. AN ALTERNATE SPECIALTY DOES
NOT REPLACE YOUR PRIMARY. IT IS A SEP-
ARATE GROUPING OF DUTY POSITIONS HAVING
SIMILAR SKILL AND JOB REQUIREMENTS,

NO. EITHER YOU HAVE A SENSE OF HUMOR OR YOU DON'T
KNOW VERY MUCH ABOUT ALTERNATE SPECIALTIES,

Officer ?references How many wanted what they got

%EXT IS 1 LI$T OF SOME ALTERNATE SPECIALTIES. BESIDE EACH ONE ARE THE PERCENTAGES OF
OFFICERS ENT RING THAT SPECIALTY WHO LISTED IT AS THEIR FIRST, SECOND, THIRD, FOURTH,
Al FIFTH CHO CE.

FnR EXAMPLE, OF THOSE ENTERING ATOMIC ENERGY, 50% HAD LISTED IT 1S THEIR FIRST CHOICE,
257 AS THEIR SECOND CHOICE, 5% AS THEIR THIRD HOICE, /Z AS THE FOURTH, NONE AS THEIR
FIFTH. AND 1% HAD LISTED IT AS THEIR SIXTH (.HOICE OR NOT AT ALL.

ALTERNATE SPECIALTY 1 2 3 4 5 other

Personnel Management 39% 20% 10% 6% 3% 221
oRiSA 51 22 5 2 1 lq

kTOM/C ENERGY 50 25 5 7 0 ti
9 , D 43 21 8 5 1 22

z7
3o



Appendix F.

Excerpt from SELF ASSESSMENT

The following frames are drawn from values,assessment section
of the SELF ASSESSMENT module. Prior .o viewing this sequence,
the user has considered the concept of self-assessment as a career
planning tool and has evaluated his or her skills on the basis
of preference and performance.

SO FAS YOU RAVE LOOKED AT YOUR SIILLS
NA? YON ENJOY DOUG
RNA! YOU DO WELL

%V LET'S LOOK AT WRAT SATISFACTIONS YOU VAST P101
VOUS CANN, OM, IN OTHER WNW, YOUR I1JUIER
lALUES.

A GOOD WAY OF CONSIDERING WRAT SATISFACTION YOU
WANT MOM YOUR CANER IS TO D4AGIN YOURSELF IN A
CURRENT OS PAN Al SITUATION AN TO LOOS AT NAT
ICU LINED OS DIN'? LIKE ABOUT THAT POSITION.
DOER; TITS KIN IF REFLECTION OVER SEVERAL POSSIBLE
INS GINS YOU A PICTURE OF WHAT AMEN OF A J011
TOU PREPER----OR, IN Q?I( WORDS, WRAT YOU VALUE ill

A XI.

lALUES 4ILL JPEAII !NE ;CND ill JUTS
JY AYINC ^11! .171.,Ju:NC .CALE. RATE EACH

/ALA.

VENT DCPSNI.UfT
2 :F AVERAGE :tf:PIPTAI/CE

3 '-EAST 24PIRTANT

IN Tit "FORESIGNT" NODULE IT WAS SAID TIN YOU CAN
NAVE A POWERFUL INFLUENCE OR YOUR CAREER rt.

!GU 110W WHAT NV WAN? ASO
MU KNOW NOW ?NZ MTN WORKS.

ill OWES SECTIONS YOU HAVE LOOKED AT BOW NE SYSTEM
uums---AED NOW WE'D LIKE YOU TO LOOK AT NAT
Ii 4J SAN?.

29

ON PAGE----OF THE HAIINOOK IS A LIST 0P VALUES.
EVERT PERSON RAS HIS OR NES OWN SET OF VALUES AND

YCL1 TASK ROE IS TO IDENTIFY NON NAT ARE MOST
IMPCIPTArt TO YOU. SINCE IT IS YOUR CAREER, VE'D

LIKE IOU TO 2ONSIDER YOUR OWN VALUES CANITULLY
RITMO!! BEING INFLUENCED BT ;MAT YOU TRINE OTHER
IFIPICERS WAY VAIN.

CONTINUED ON :TEXT PAGE



Appendix F, continued

LEADERSHIP RATING SCALE.

ASSOC/ASZS 1. VERY IYFORTAUT

HELPING °MRS 2. a AVERAGE EMMA=

SUPOVISORY RCLATIONS 3. LEAST acrorrAyr

winorrunt. RISC EXCITEMENT

VARIETY

SELF-IMPROVOXINT

ACNIIVEMINS

CUNT/VITT

USE UP SKILLS

PRESTIGE

iURROUNDIVGS

SMISITY

LIISURI

PHYSICAL ACTIVITY

MONEY

FAMILY

RILIGIOS

RATING SCALE.

. VERY IMPORTANT

2. OF AVERAGE NPONTA NCE

i. LUST IMPOW:Aiff.

NEU'S Now YOUR

MCST DSPORTAVY
HITJYAG 011/31
V AM UM

SW- OXPROV MSS
AO EVIS13'r
c. PEAT IV ITS

vONEY

RATISOS CAM OUT.

AVERAGE IMPONTAMCg

LEADERSHIP
ASSOCUTIS
SUPERVISORY RELATIONS
PRIMO
USE OF SKILLS

MUMS!

YOU NM A MIMI ATTACHED TO
.4UL: LILT A CM SKISE LISTS.

cRESSING 'PRINT LOCAL.'

LEA:.:T MORTAR?
ADVENTURE, RISK,

EXCTITMENT
SURROUIDISGS
LEISURE
PHYSICAL 4TIV.

ITT
FAMILY
RELIGION

'OUR :RT. AND !CU
YOU MAY 1ET :HE 3Y

EXAMPU

After this rating process, the user is asked to rank thcse values

designated "most important" in order'of relative importance and is

offered suggestions about using this-self-assessment in career planning.

3ti



Appendix G

Excerpt from CAREER STRATEGIES

The following frames are drawn from the final section of CAREER
STRATEGIES. The user has, at this point in the module, played the
"SCOR" game, examined questions of interest in the Career Strategies
Data Base, revised and set career goals, and is now facing the task
of combining these and previous sections of OCIFS into an integrated
career Action Plan. This sequence appears on the screen;

TAM A LOOS AT TEM STORY:

Al AMY Orr/CIS DDZWIFIES SIS MUMMY VALUES AND
SKILLS:

TKO LOANS ABM TS! =MIMS, INOICEB, Myna
AND MCQUERMINTS KS WILL PACT :I TES AW CARL;

ITER =ARM= WM CALM GOALS.

AND IS 3AIS. "MAT us WISITILECLZ - I'VE PLASSZD MI
:ARLES."

TEAT'S 4CESSA0 II MIS STOW

A - SOWING. LCOES LIM 100D wpm PLANTING TO M.
3 - :T'S 0000 AS me AS rr sots - 3tTT rr IS Kamm TIZ

PART WIZRZ TM arrram vItrzs tvr THE PLAN.

"A"

PTION

"B" OPTION

RIOT. DITTLCPING CALM GOALS, Imo ON 00%1IL
ONZBELY AND MOW= TM AMY CALM SIM. IS ONLY
LIZ MIIMING.

MAT'S NIL= IS Al ACTION PLAN - A SLIM OF :"011.117..
STEPS MO READINS IN A SPZCZTC OBJSCTIVI.

"ACTION PLANS" IMP CS ?CM !ROM :UST TEEMING ABOUT OUR
CASEIN TO :AIX SUMMING ABOUT IT.

%mot ?LASS" CAN BE MADE rot SNORT-TIM GOALS '1.08
TIAN 3 MARS) :1 FOR LONG-I ;CALE (NOM TZAR 3 TZARS).

4101 WOULD TM 7.1253 ZS MORZ UMFULT

A - SNORT-TERN
- LONG-TIJS4

"A" OPTIONS
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IT DOES LOON LIKE 100D :ARMS ?LANSING.

AID TM ,IPTICID HAS PROBABLY ricmso BIS :KAMM
FOR A LARDING :AMER.

BUT EVES TM BEST ;GALS SAM A WAY Or 3ZMIG
FORGOTTLI IF WE DON'T,

DER TIM, AND
- !AM STEPS TO AT TUN OUT.

1

MIAS'S MISSING /S Al ACTION PLAN - A SZNIZS Or CONCRETE
NIPS FOR MACS= A SPECIFIC =scum

"ACTIN ?LAS:" SLIP GS MOM FROM :MT TSINKIIG ABOUT
OUR ants TO DOING SCMISING ABOUT IT.

"ACTION PLANS" CAN at MAD! rot SNORT-UM 10ALS LESS

TSAI 3 TZARS) OR FOR LONO.IMN OWLS (MOM :SAN 3 YEARS).

AIM! WOULD YOU WES ZS MCI! USZFUL?

A - SNORT -ITEN

I - '.1RG-TEAM
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"A" OPTIONS

lar
ACTION MI5 API MORE '.:SEPUL FOR TIORT-TERN

DOALS. All TWO PROIMJII3 wort ACTION ?LAMS POI

LOIG-AA 1C2 :GALS

lClt ,xeor-Auult MOM. 712P2 II 50 sue:manes.
AID clOICII. AND 30 PORTS, 7IAT -tatc-rane ACTION
PLAIN AP2 SUSI TO IZCONE 3110[212 3Z OR 7EZ 7OAL

REACIED. AND

A "LONG4Int" Acroi .ato 4cuLt 31 TOO LCIG TO SI
MUGU= - YDIDIZCS St CCICRITZ SOUS coy MAII YOU
,' T.3 our opts taxtre 111 MST trzr.

30 301 DO YOU PICK A 31037. -ERN 10AL TO %AEI Tr.s
"ACT:01 PLR" TOP' III AR' SON! 4%11 C10011 OIL

A LOGE AT OBI 17 TOUR unic-Nupot 10ALS AID 3E1 MT
YOU 3AR TO DO WITS:3 TIE Mr 5 YEARS TO RUCS

3 MI A 10AL T7J 320w YOU MST MCI VITSIS 5 'TARS.
CI

Appendix G, continued

"B" OPTIONS

MULE ACTION PLANS MIGRY It =TOL FOR IZACEISG
TENN DOM:S. MIRE ARE Two MOMS PROEM.

Al out "scar :AIR SIONTD, TIME ARE 30 WANT SURIRISII.
CIOICII. AND SO PORTE TIAT "LZIG-T0A1" ACTION PLANS AR!
Sun 70 MCCOMB OBSOLETE LONG strati TI2 DOAL IS REACI3D.

AND

A " SANG -?9N" ACTION PLAN WOMILD RI TOO LONG TO
MANACIA12 - SUNDIUDI no= STEPS MIGIT MAKE YOU
TEEL IT'S,30T JOST! TAXING 7IZ rast STEP.

ez =GUT CRAY ACII:X MAO All MOST ustrut woe "SNORT-
:War CAALS

SO NOW DO YOU ?ICI A SICIT-IIRM 10AL TO MANE TITS "ACTION

FLAX" PORT

URI API SOKt DAIS CIOOSZ ONE.

A LOU AT IR CT YOUR LONG-RANGI DOW AID SZE WEAT YOU
tor TO Do wITII3 TIE ZEIT 5 ruts TO REICI
PICE A 10AL IOU 310W !GU NWT RTACI JX 5 YEARS.

CR ELSE.

303 TACTICS RATE MERIT. LOON:T3G AT YOUR :010.-RANGZ

:GALS KELPS MAKII SUNS MT ex, PPESINT ENDIATOIS
sot A LOPO-RANOZ morr. RUT LOOK= AT YOUR
SNORT-TERM "Autry" SUPS %AEI SURE YOU 241T =LE=
ANITRING 7 TIE SNORT MB. mututs 7 TOUR SPECIPIC
:e.,10-1ASIGZ

TRZ '2310T IS 100D CARIB PLANNING MINIS WIDE MORE
MAI III ACTION PLAN.

SC IOW YOU ENOS TUT 100D CAREER mown 42.ABS

morrstmt max AID II:ILI.

ILICOGIIZSIG 212 SURPRISES, TICICIS. 731"2.7.21=3
AID IZGUIRENCITS :11 AN AM4T WIER.

- CIA:MFG CAI= COALS, az

4AZ71G Acrrct PLANS FOI.KWIDG :'I^ -SS :CAS .3

MORI TIM aux SICULD f:U IC= ACTI:1 TES"

A - RIGIT
3 - MINDS 32 diAT WPCS 1d 3t : IT :AR=
- 3EI. SOLD :1 A WCIUTT :EAT"7 TITS NCI:TOMO
1T :ARIZ" austrix:-

*4
At thi3 poirt in the module, the concept of career monitoring is

;resented and relate to action planning, and the user is offeredotirections
for creating act::n clans using his cr her own-data.
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